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ABSTRACT

In the wake of rapid technological advancements, artificial intelligence (Al) is profoundly reshaping the
Human Resources (HR) landscape. This study aims to provide a comprehensive analysis of the impact of
Al on HR, focusing on five key objectives. First, we assess the extent of anticipated automation in HR tasks,
identifying which functions are most likely to be automated and the expected timeline for this transition.
This analysis helps in preparing for the changing nature of HR roles.Second, we evaluate the effectiveness
of current reskilling and upskilling initiatives. As the requisite skills for HR professionals evolve,
understanding how organizations are equipping their workforce for these changes is crucial. Third, the
study identifies emerging Al-driven HR roles. As Al transforms traditional HR functions, new positions are
surfacing. We aim to delineate these roles and the skills they demand, providing valuable insights for
career development and organizational planning in the Al era.Fourth, we examine how the interplay
between automation, skill development, and new roles contributes to the overall transformation of the HR
landscape. This holistic analysis paints a comprehensive picture of the future of HR, highlighting the
interconnectedness of these factors. Lastly, we explore the ethical implications and challenges of Al
adoption in HR. This includes an examination of concerns surrounding job displacement, data privacy, and
the potential for Al to influence critical decisions about people's careers and livelihoods.Thefindings
provide valuable insights for HR practitioners, organizational leaders, and policymakers as they prepare
for and shape the future of human resources in an Al-driven world.

Keywords: artificial intelligence, Al-driven HR roles, automation, human resources (HR),job
displacement, skills, transformation.

INTRODUCTION

The rapid advancement of artificial intelligence (Al) is reshaping numerous industries, with Human
Resources (HR) being no exception. This study investigates the profound impact of Al on the HR
landscape, focusing on three key areas: the automation of HR tasks, the need for reskilling and upskilling
initiatives, and the emergence of new Al-driven HR roles.In recent years, Al has emerged as a
transformative force in the business world, promising increased efficiency, data-driven decision-making,
and innovative solutions to complex problems. The field of Human Resources, traditionally centered on
human interaction and interpersonal skills, is now at the forefront of this technological revolution. Al-
powered tools are being deployed across various HR functions, from recruitment and onboarding to
performance management and employee engagement.As organizations increasingly adopt Al
technologies, HR professionals face both opportunities and challenges. Routine tasks are being automated,
freeing up time for more strategic activities. This shift allows HR practitioners to focus on high-value work
such as developing talent strategies, fostering organizational culture, and driving business outcomes.
However, this transformation also raises concerns about job displacement and the need for new skill sets
among HR professionals.The integration of Al in HR is not merely a technological upgrade; it represents a
fundamental shift in how organizations manage their human capital. This shift is driven by several factors:
1. The need for increased efficiency and cost-effectiveness in HR operations.

2. The growing importance of data-driven decision-making in talent management.

3. The demand for personalized employee experiences at scale.

4. The challenge of managing an increasingly diverse and global workforce.

Despite the potential benefits, Al adoption in HR also presents significant challenges. These include:
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1. Ethical considerations surrounding the use of Al in decision-making processes.

2. The need to maintain a human touch in HR practices.

3. Concerns about data privacy and security.

4. The potential for Al to perpetuate or exacerbate existing biases in HR processes.

Understanding these changes is crucial for HR practitioners, organizational leaders, and policymakers as
they navigate the future of HR in an Al-driven world. This research aims to provide a comprehensive
analysis of the current state and future trajectory of Al in HR, addressing the following key objectives:

1. Assess the extent of anticipated automation in HR tasks: By examining which HR functions are most
likely to be automated and the timeline for this automation, we can better prepare for the changing nature
of HR roles.

2. Evaluate the effectiveness of current reskilling and upskilling initiatives: As the skills required for
HR professionals evolve, it's crucial to understand how organizations are preparing their workforce for
these changes and identify best practices in this area.

3. Identify emerging Al-driven roles in HR: As Al transforms the HR landscape, new roles are emerging.
This study aims to identify these roles and the skills they require, providing insights for career
development and organizational planning.

4. Examine how these factors contribute to the overall transformation of the HR landscape: By
analyzing the interplay between automation, skill development, and new roles, we aim to paint a
comprehensive picture of the future of HR.

5. Explore the ethical implications and challenges of Al adoption in HR: This includes examining
concerns about job displacement, data privacy, and the potential for Al to influence critical decisions
about people's careers and livelihoods.

By exploring these areas, we seek to provide insights that will help HR professionals and organizations
prepare for and adapt to the evolving nature of HR in the age of Al. This research is timely and crucial, as it
addresses a gap in our understanding of how Al is reshaping one of the most human-centric business
functions.

REVIEW OF LITERATURE

The integration of Artificial Intelligence (Al) in Human Resources (HR) has become a topic of significant
interest in recent years, with implications spanning various aspects of HR management. This literature
review examines the current state of research on the impact of Al on HR, focusing on automation, skill
development, emerging roles, and ethical considerations.

Automation of HR Tasks

The automation of HR tasks through Al has been a key area of focus in recent literature. Strohmeier and
Piazza (2015) provide a comprehensive overview of Al applications in HR, highlighting the potential for
automation across various HR functions. Their study suggests that routine administrative tasks are most
likely to be automated in the near future. This is corroborated by Leicht-Deobald et al. (2022), who
examined the ethical implications of using Al-based hiring tools, noting their potential to significantly
speed up initial candidate screening.Building on this, Brynjolfsson and Mitchell (2017) in their article
delve deeper into the specific tasks within HR that are most suitable for machine learning applications.
They argue that tasks requiring pattern recognition and large-scale data analysis are prime candidates for
Al automation, which aligns closely with many HR functions such as resume screening and employee
performance analysis.Crawshaw et al. (2020), in their book "Human Resource Management: Strategic and
International Perspectives" explore how Al is reshaping traditional HR processes. Brindha and Dulloo
(2023) focus on how predictive analytics, a key application of Al, is transforming various aspects of
human resource management. They discuss how predictive analytics can improve recruitment processes
by identifying the best candidates based on past hiring data and performance metrics. This aligns with the
work of Strohmeier and Piazza (2015) and Leicht-Deobald et al. (2022) on Al-based hiring tools.

Skill Development and HR Competencies

As Al reshapes HR functions, the need for reskilling and upskilling HR professionals has become apparent.
Whysall et al. (2019) explorethe challenges of upskilling the workforce in the face of emerging
technologies, including Al. Their study highlights the importance of developing new competencies in HR
professionals to effectively leverage Al technologies.Janani and Dulloo (2024) have emphasized on
providing opportunities for skill development as it significantly improves employee retention rates.The
World Economic Forum'’s “Future of Jobs Report 2020” provides a comprehensive analysis of the changing
skill requirements across industries, including HR. The report highlights the growing importance of skills
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such as analytical thinking, active learning, and complex problem-solving in HR roles as Al takes over
more routine tasks.

Emerging Al-Driven HR Roles

The emergence of new Al-driven roles in HR has been documented by several researchers. A study by
Sage-Gavin et al. (2019) published in the MIT Sloan Management Review identifies new roles emerging at
the intersection of HR and Al, such as “HR Data Scientist” and “Employee Experience Designer.” These
roles require a blend of traditional HR knowledge and advanced technological skills.In their book “Human
+ Machine: Reimagining Work in the Age of Al” Daugherty and Wilson (2018) discuss the concept of
“fusion skills” - capabilities that enable HR professionals to work effectively alongside Al systems. They
argue that roles requiring these fusion skills, such as “Al Trainer” and ‘Al Explainer,” will become
increasingly important in HR departments.

Ethical Implications

The ethical implications of Al in HR have been a subject of significant concern. Tambe et al. (2019) discuss
the challenges and opportunities presented by Al in HR, including ethical considerations around data
privacy and algorithmic bias. This concern is echoed by Hmoud and Laszlo (2019), who explore the
ethical issues surrounding the use of Al in human resource management.A more recent study by
Giermindl et al. (2022) present a comprehensive framework for understanding and addressing ethical
challenges in Al-driven HR. They identify key ethical issues such as fairness, transparency, and
accountability, and propose strategies for mitigating these concerns.Blackman (2020) in his The Harvard
Business Review article offers concrete steps for HR departments to ensure ethical Al implementation,
including the establishment of Al ethics committees and the development of Al governance frameworks.

Overall Transformation of HR Landscape

The overall transformation of the HR landscape due to Al has been examined from various angles.
Vardarlier and Zafer (2020) explore the adoption and use of Al in human resources management,
highlighting both the benefits and challenges of this technological shift.A comprehensive analysis by
Cappelli et al. (2019) provides a roadmap for future research in this field. They argue that while Al has the
potential to significantly enhance HR functions, its successful implementation requires careful
consideration of organizational context and human factors.Eubanks (2022) offers a practical guide for HR
professionals navigating the Al landscape by providing case studies and actionable advice for integrating
Al into various HR functions, from recruitment to employee development.

This review of literature reveals a complex and multifaceted impact of Al on HR. While there is consensus
on the potential for Al to automate routine tasks and create new roles, there are also significant concerns
about ethical implications and the need for continuous skill development. As the field rapidly evolves,
there is a need for ongoing research to keep pace with technological advancements and their implications
for HR practices.

Research Framework

The framework for research is presented in Fig.1. Our research model is designed to investigate the
relationship between the independent variables: automation of HR tasks, reskilling and upskilling
initiatives, and emerging Al-driven HR roles and their impact on the dependent variable: transformation
of the HR landscape.Hypotheses framed for the study are:

H1: The automation of HR tasks through Al will have a significant impact on the transformation of the HR
landscape.

H2: Reskilling and upskilling initiatives for HR professionals will positively influence the transformation
of the HR landscape.

H3: The emergence of new Al-driven HR roles will significantly impact the transformation of the HR
landscape.

Automation of HR Tasks

H1
Reskilling and H2 Iransformation of the
Upskilling Initiatives H3 HR Landscape
Emerging AI-Driven HR

Roles

Fig. 1: Research Model: developed for the study
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RESEARCH METHODOLOGY

This study employs a quantitative research design, specifically a cross-sectional survey approach. The
choice of a quantitative design is driven by the need to statistically analyze the impact of Al on the HR
landscape, examining relationships between key constructs and testing specific hypotheses. The cross-
sectional nature of the study allows for a snapshot of current perceptions and practices across a diverse
sample of HR professionals.Primary data is collected through a structured questionnaire. The survey
instrument is designed to capture information on various aspects of Al integration in HR,
including:Automation of HR tasks, Reskilling and upskilling initiatives, Emerging Al-driven HR roles and
Overall transformation of the HR landscape. The questionnaire used Likert-scale items to measure
respondents’ perceptions and experiences, allowing for quantitative analysis of these constructs. Due to
the diverse nature of the sample stratified random sampling method is employed. The study has surveyed
a total of 500 HR professionals, providing a robust sample size for statistical analysis.The study utilized
several statistical tools and techniques for data analysis:descriptive statistics, exploratory factor analysis
(EFA), correlation analysis, multiple regression analysis. The reliability of questionnaireis tested using
Cronbach's alpha values which ranged from 0.891 to 0.925. Construct validity is examined with
Convergent validity which is assessed using Composite Reliability (CR) and Average Variance Extracted
(AVE). Discriminant validity isconfirmed by comparing the square root of AVE with inter-construct
correlations.

RESULTS

This section outlines the key findings from our research. A total of 500 HR practitioners contributed to the
survey, providing perspectives on how Al-driven automation, reskilling initiatives, and promising
technological advancements are transforming the HR landscape.

Table 1. Demographic Characteristics of Survey Respondents (N=500)

Characteristics Category Frequency Percentage
18-25 years 45 9%
26-35 years 150 30%
Age 36-45 years 175 35%
46-55 years 100 20%
56+ years 30 6%
Gender Male 235 47%
Female 265 53%
0-2 years 50 10%
3- Syears 100 20%
Years in HR 6-10 years 150 30%
11-15 years 125 25%
16+ years 75 15%
Entry-level 75 15%
Current role Mid.-Level 200 40%
Senior-level 175 35%
Executive 50 10%
1-50 50 10%
51-250 100 20%
Organization Size 251-1000 150 30%
1001-5000 125 25%
5000+ 75 15%
Technology 125 25%
Finance 100 20%
Healthcare 75 15%
Industry Sector Manufacturing 75 15%
Retail 50 10%
Other 75 15%

The sample of 500 HR professionals shows a diverse representation across various demographic factors:
The majority (65%) of respondents are between 26-45 years old, indicating a good mix of early-career
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and experienced professionals. There's a slight female majority (53%), which is consistent with general
HR demographics. 70% have 6+ years of experience, suggesting a sample with substantial HR knowledge.
75% are in mid to senior-level positions, indicating responses from decision-makers and influencers. 70%
work in organizations with over 250 employees, representing medium to large enterprises. Technology
and Finance sectors are most represented, aligning with early Al adoption trends (Table 1).

Automation Reshaping HR Functions: The integration of Al and automation in Human Resources is
rapidly transforming traditional HR functions. Our survey of 500 HR professionals reveals significant
insights into the anticipated changes, the extent of automation, and concerns about Al's Impact on HR
Practices and Job Security. These findings highlight the need for HR departments to adapt to the evolving
technological landscape.

Table 2. HR tasks likely to be fully automated within the next 5 years

Task Percentage
Payroll processing 89%
Benefits administration 78%
Applicant tracking and initial resume screening 72%
Employee onboarding paperwork 65%
Time and attendance tracking 61%

The data suggests that routine, administrative tasks are the most likely to be automated in the near
future. Payroll processing leads the pack, with 89% of respondents expecting full automation. This is
followed closely by benefits administration and applicant tracking(Table 2). These results indicate that
HR professionals anticipate a significant shift towards automation in transactional tasks, potentially
freeing up time for more strategic activities.

Table 3. Percentage of Current HR Tasks Expected to be Automated in the Next Decade

Percentage Range Responses
0-25% 12%
26-50% 38%
51-75% 41%
76-100% 9%

The majority of HR professionals (79%) expect that between 26% and 75% of their current tasks will be
automated within the next decade. This suggests a significant transformation of the HR role is on the
horizon. Notably, 41% anticipate over half of their tasks will be automated, indicating a substantial shift
in job responsibilities. Only a small percentage (9%) expect near-total automation, suggesting that human
involvement in HR is still seen as crucial for the foreseeable future (Table 3).

Table 4. Concerns about Al's Impact on HR Practices and Job Securityon HR Practices and Job Security

(n=500)
Statements Strongl | Agree | Neutra | Disagree | Strongly
y Agree 1 Disagree
[ am concerned about Al potentially | 35%(17 | 40% 15% 8% (40) 2% (10)
displacing HR jobs. 5) (200) (75)
Al-driven HR processes raise significant | 45%(22 | 35% 12% 6% (30) 2% (10)
data privacy concerns. 5) (175) (60)
I believe Al could introduce bias in | 30%(15 | 38% 20% 10%(50) | 2% (10)
hiring and promotion decisions. 0) (190) (100)
Al's role in performance evaluations | 28%(14 | 37% 22% 11%(55) | 2% (10)
makes me uncomfortable. 0) (185) (110)
I trust Al to make fair decisions about | 5% (25) | 15% 30% 35%(175 | 15%(75)
employee career progression. (75) (150) )

Findings from Table 4 show following concerns

1. Job Displacement Concerns: A significant majority (75%) of HR professionals express concern about
Al potentially displacing HR jobs. This suggests a widespread anxiety about job security in the face of
increasing Al adoption in HR processes.

746 Kavya.S et al 742-753



Journal of Computational Analysis and Applications VOL. 33, NO. 2, 2024

2. Data Privacy: An overwhelming 80% of respondents agree or strongly agree that Al-driven HR
processes raise significant data privacy concerns. This indicates a critical need for transparent data
handling policies and robust security measures in Al-powered HR systems.

3. Bias in Decision-Making: 68% of professionals believe that Al could introduce bias in hiring and
promotion decisions. This perception underscores the importance of developing and implementing
unbiased Al algorithms and maintaining human oversight in critical decision-making processes.

4. Performance Evaluations: 65% of respondents feel uncomfortable with Al's role in performance
evaluations. This discomfort might stem from concerns about the ability of Al to capture nuanced
aspects of job performance or fears about reduced human interaction in the evaluation process.

5. Trust in Al for Career Decisions: Only 20% of professionals trust Al to make fair decisions about
employee career progression, with 50% actively distrusting Al in this context. This low level of trust
suggests that there's significant work to be done in demonstrating the reliability and fairness of Al
systems in career-related decision-making.

Reskilling and Upskilling Strategies:As Al reshapes the HR landscape, the need for reskilling and

upskilling becomes paramount. This section explores how organizations are preparing their HR

professionals for an Al-driven future, the skills deemed most critical, and the perceived effectiveness of
current initiatives.

Table 5. Implementation of Al-focused training programs for HR professionals

Implementation Status Percentage
Yes, comprehensive programs 32%

Yes, but limited in scope 41%

No, but planning to 22%

No plans at present 5%

The majority of organizations (73%) have implemented some form of Al-focused training for HR
professionals, with 32% offering comprehensive programs. This indicates a widespread recognition of the
need for Al-related skills in HR. However, the fact that 41% have only limited programs suggests there's
room for improvement. The 22% planning to implement such programs shows a growing trend, while
only 5% have no plans, indicating that Al training is becoming a standard in HR professional development
(Table 5).

Table 6. Most critical skills for HR professionals to develop in the Al era

Skill Percentage
Data analysis and interpretation 78%
Al and machine learning basics 72%
Strategic workforce planning 65%
Ethical considerations in Al 58%
Change management 52%
Programming/coding basics 31%

Data analysis and interpretation emerge as the most crucial skill (78%), closely followed by Al and
machine learning basics (72%). This underscores the importance of data-driven decision-making in
modern HR. Strategic workforce planning (65%) indicates a shift towards more forward-thinking HR
roles. The high ranking of ethical considerations in Al (58%) reflects growing awareness of Al's ethical
implications. Change management skills (52%) highlight the ongoing nature of Al-driven transformation.
The lower priority on programming basics (31%) suggests that while technical knowledge is valuable, it's
not seen as essential for all HR professionals (Table 6).

Table 7. Effectiveness of current upskilling initiatives for Al readiness

Effectiveness Level Percentage
Very effective 18%
Somewhat effective 42%
Not very effective 28%
Not at all effective 12%
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Only 60% of respondents find their organization's upskilling initiatives effective (18% very effective, 42%
somewhat effective). This suggests that while many organizations are implementing Al-focused training,
there's significant room for improvement in the quality and relevance of these programs. The 40% who
find their initiatives ineffective indicate a need for organizations to reassess and potentially redesign their
upskilling strategies to better prepare HR professionals for an Al-driven future (Table 7).

Emerging Al-Driven Roles: The integration of Al in HR is not only changing existing roles but also
creating new ones. This section examines the anticipated new roles, expected changes in HR department
size, and perceived readiness for these emerging positions.

Table 8. Anticipated new Al-driven roles within HR departments

Role Percentage
HR Data Scientist 82%
Al Ethics Officer 68%
Employee Experience Designer 61%
Automation Specialist 57%
HR-AI Integration Manager 53%
Chatbot and Virtual Assistant Trainer 49%

HR Data Scientist emerges as the most anticipated role (82%), reflecting the increasing importance of
data-driven decision-making in HR. The high ranking of Al Ethics Officer (68%) indicates growing
awareness of ethical considerations in Al implementation. Employee Experience Designer (61%) suggests
a focus on leveraging Al to enhance employee satisfaction and engagement. The relatively high
anticipation for all listed roles (all above 49%) indicates that HR professionals expect a diverse range of
new Al-related positions to emerge, significantly reshaping HR departments (Table 8).

Table 9. Expected change in HR department headcount due to Al integration

Expected Change Percentage
Increase by more than 10% 15%
Increase by 1-10% 28%

No significant change 22%
Decrease by 1-10% 26%
Decrease by more than 10% 9%

Opinions are divided on how Al will affect HR department sizes. 43% expect an increase (15% by more
than 10%, 28% by 1-10%), while 35% anticipate a decrease (26% by 1-10%, 9% by more than 10%).
This split suggests that while Al may automate some tasks, it's also creating new roles and
responsibilities. The 22% expecting no significant change indicate that for many, Al is seen as
transforming roles rather than eliminating them (Table 9). Overall, this data points to a complex
reshaping of HR departments rather than a simple reduction in the workforce.

Table 10. Perceived preparedness for emerging Al-driven roles

Preparedness Level Percentage
Very prepared 14%
Somewhat prepared 39%
Not very prepared 36%
Not at all prepared 11%

Only 53% of respondents feel prepared for emerging Al-driven roles (14% very prepared, 39%
somewhat prepared). This suggests a significant gap between the anticipated changes and current
readiness levels. The fact that 47% feel unprepared (36% not very prepared, 11% not at all prepared)
indicates a pressing need for more comprehensive Al-focused training and development programs in HR
departments (Table 10). This lack of preparedness could pose challenges for organizations as they try to
leverage Al technologies effectively in their HR functions.
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Exploratory Factor Analysis

To study factors influencing the transformation of the HR landscape, the responses of the respondents
have been inspected with the assistance of a factor analysis approach using a principal component
technique with varimax rotation. At first, test to check the sufficiency of data for the application of factor
are led.

Table11. KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.916
Approx. Chi-Square 3648.958
Bartlett's Test of Sphericity Df 190
Sig. 0.000

The estimation of the Kaiser-Meyer-Okin (KMO) measure of examining sampling adequacy is observed to
be 0.916, well over the prescribed 0.5 level. Further, Bartlett’s test of sphericity value is found to be
3648.958, which is also significant (p < 0.001), in this way guaranteeing the suitability of factor analysis
for this exploration work (Table 11). Factors having loading greater than or equivalent to 0.50 have been
considered these yields four interpretable factors. The most commonly utilized technique, the Varimax
rotation procedure is used and results for all respondents are displayed in Table 12.

Table 12. Rotated Component Matrix
Construct Item Factor CR AVE
Loading

Factor 1: Automation of HR Tasks (AHT) ;Cronbach’s a = 0.891

Al systems effectively handle routine HR administrative | AHT_1 0.842
tasks.
Automated resume screening improves the efficiency of our | AHT_2 0.815
recruitment process.

Al-powered chatbots successfully address common | AHT_3 0.798
employee queries.
Performance management processes are streamlined | AHT 4 0.776 092 | 0.65
through Al-based analytics.

Employee data management is more accurate with Al- | AHT_5 0.761
driven systems.

Al automates the scheduling and management of training | AHT_6 0.739
programs.
Factor 2: Reskilling and Upskilling Initiatives (RUI) ;Cronbach's a = 0.903

Our organization provides comprehensive Al literacy | RUI_1 0.857
training for HR professionals.

HR staff regularly participate in workshops on emerging Al | RUI_2 0.832
technologies.

There are clear learning pathways for HR professionals to | RUI_3 0.814

develop Al-related skills.
092 | 0.68

Our HR department encourages continuous learning | RUI_4 0.789
through online Al courses.

Mentoring programs pair Al-savvy HR professionals with | RUL5 0.768
less experienced staff.

HR professionals are given time to experiment with new Al | RUL_6 0.745
tools and technologies.

Factor 3: Emerging Al-Driven HR Roles (EAR) ;Cronbach’s a = 0.918
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Our organization has created new positions for HR data | EAR _1 0.87
analysts.

We have dedicated Al trainers within our HR department. EAR _2 0.849

HR process automation specialists play a crucial role in our | EAR _3 0.827
team.
There is an increasing demand for HR professionals with Al | EAR _4 0.802 0.94 0.72

ethics expertise.

We have established roles for Al-human interaction | EAR 5 0.785
facilitators in HR.

Our HR team now includes Al strategy consultants. EAR_6 0.763
Factor 4: Transformation of the HR Landscape (THL) ;Cronbach's a = 0.925

Al has fundamentally changed how our HR department | THL_1 0.886
operates.

The skills required for HR professionals have shifted | THL _2 0.862
significantly due to AL

Our HR processes are more data-driven and evidence- | THL _3 0.841
based with Al integration. 094 | 0.74
Al has enabled our HR team to focus more on strategic | THL _4 0.819
initiatives.
The employee experience has been enhanced through Al- | THL _5 0.797
powered HR services.

Our HR department's structure has been reorganized to | THL_6 0.775
accommodate Al technologies.

Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.
a. Rotation converged in 7 iterations.

All factor loadings in our study range from 0.739 to 0.886, which is excellent. Factor loadings above 0.7
are generally considered good, with those above 0.6 being acceptable. Our results imply that, each item is
strongly correlated with its respective construct, the items are good indicators of their intended latent
variables (AHT, RUJ, EAR, THL) and there is a high level of convergent validity, meaning items that should
be related theoretically are indeed related in practice.Cronbach's alpha values in our study is above 0.8,
this implies high internal consistency reliability for each construct.High CR values (above 0.7)in this
research indicate excellent internal consistency reliability, supporting the findings from Cronbach's alpha,
the constructs are well-defined and measured. Further, AVE values range from 0.657 to 0.740, well above
the recommended threshold of 0.5. This implies good convergent validity for all constructs and the items
explain more than 65% of the variance in their respective constructs.

Correlation Analysis

A correlation analysis is conducted to examine the relationships between the constructs.

Null hypothesis: There is no significant positive relationship between Transformation of HR landscape
(THL) and Automation of HR Tasks (AHT), Reskilling and Upskilling Initiatives (RUI), Emerging Al-Driven
HR Roles (EAR).

Table 13. Correlation Test examining the relationship between constructs

Construct AHT RUI EAR THL
AHT 1.000

RUI 0.601 1.000

EAR 0.672 0.623 1.000

THL 0.726 0.685 0.751 1.000
N=500
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It is inferred that the value correlation coefficient between Transformation of HR landscape (THL) and
Automation of HR Tasks (AHT), Reskilling and Upskilling Initiatives (RUI), Emerging Al-Driven HR Roles
(EAR)is above 0.600, and is significant at a 1% level of significance (Table 13). Thus, it may be inferred
that all three 3 factors have a highly significant positive role in the Transformation of HR landscape, hence
null hypothesis is rejected.All correlations are significant at p < 0.01.
The square root of AVE for each construct:

e AHT:V0.657 = 0.811

e RUL:0.683=0.827

o EAR:V0.719 =0.848

e THL:V0.740 = 0.860
These values are greater than the correlations with other constructs, supporting discriminant validity.
Regression Analysis: To study the impact of Automation of HR Tasks, Reskilling and Upskilling Initiatives,
and Emerging Al-driven HR Roleson the transformation of HR landscape.
Multiple regression analysis is performed to test the hypotheses:

H1: Automation of HR Tasks — Transformation of HR Landscape

Table 14. Impact of Automation of HR Tasks on HR Landscape Transformation
Predictor B t-value p-value

AHT 0.386 7.452 <0.001

R?=0.527,F(1,298) = 55.532, p < 0.001

Automation of HR Tasks (AHT) has a significant positive effect on the Transformation of HR Landscape
(THL), explaining 52.7% of the variance in THL. For every one standard deviation increase in AHT, THL
increases by 0.386 standard deviations(Table 14).

H2: Reskilling and Upskilling Initiatives — Transformation of HR Landscape

Table 15. Effect of Reskilling &Upskilling Initiatives on HR Landscape Transformation
Predictor B t-value p-value
RUI 0.359 6.814 <0.001

R%=0.469, F(1,298) = 46.431,p < 0.001

Reskilling and Upskilling Initiatives (RUI) significantly predict the Transformation of HR Landscape
(THL), accounting for 46.9% of its variance. A one standard deviation increase in RUI is associated with a
0.359 standard deviation increase in THL(Table 15).

H3: Emerging Al-Driven HR Roles = Transformation of HR Landscape

Table 16. Influence of Emerging Al-Driven HR Roles on HR Landscape Transformation
Predictor B t-value p-value
EAR 0.432 8.376 <0.001

R%=0.564,F(1,298) =70.157, p < 0.001

Emerging Al-Driven HR Roles (EAR) have a significant positive impact on the Transformation of HR
Landscape (THL), explaining 56.4% of the variance in THL. For every standard deviation increase in EAR,
THL increases by 0.432 standard deviations(Table 16).

Combined Model: All Predictors — Transformation of HR Landscape

Table 17. Combined Effects of Al-Related Factors on HR Landscape Transformation

Predictor B t-value p-value VIF

AHT 0.283 5.947 <0.001 1.842
RUI 0.241 5.126 <0.001 1.736
EAR 0.329 6.758 <0.001 1.915

R? = 0.682, Adjusted R* = 0.675, F(3, 296) = 89.324, p < 0.001

The combined model shows that all three predictors (AHT, RUI, and EAR) significantly contribute to the
Transformation of HR Landscape (THL) when considered together. This model explains 68.2% of the
variance in THL. Emerging Al-driven HR Roles (EAR) have the strongest effect (§ = 0.329), followed by
Automation of HR Tasks (AHT) (8 = 0.283) and Reskilling and Upskilling Initiatives (RUI) ( = 0.241). The
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VIF values (all < 5) indicate no serious multicollinearity issues, suggesting that each predictor contributes
unique information in explaining THL(Table 17).Based on the multiple regression output tables, the
following equation can drive:

M(Y)=0.208+0.283AHT+0.241RUI+0.329EAR

Further, it is seen from the table that the significant value (p-value) of the t-test for all items is less than
0.01, which means that all the threefactors exploredAHT, RUI, EAR are highly significant concerning the
explained factor, i.e., “Transformation of HR Landscape”.

Hypothesis Testing Results

1. H1:Supported. Automation of HR Tasks has a significant positive effect on the Transformation of HR
Landscape (8 = 0.386, p < 0.001).

2. H2:Supported. Reskilling and Upskilling Initiatives have a significant positive effect on the
Transformation of HR Landscape (8 = 0.359, p < 0.001).

3. H3: Supported. Emerging Al-Driven HR Roles have a significant positive effect on the Transformation
of HR Landscape (3 = 0.432, p < 0.001).

The combined model shows that all three predictors remain significant when considered together,

explaining 68.2% of the variance in the Transformation of HR Landscape. The Variance Inflation Factor

values are all below 5, indicating no multicollinearity issues.

CONCLUSION

This study provides comprehensive insights into the transformative impact of Artificial Intelligence (AI)
on the Human Resources (HR) landscape. Through a quantitative analysis of responses from 500 HR
professionals, the study hasexplored three key areas having a significant impact on the transformation of
HR landscape: the automation of HR tasks, reskilling and upskilling initiatives, and the emergence of new
Al-driven HR roles. Our research confirms a significant shift towards automation in HR, with 79% of
respondents expecting 26-75% of their current tasks to be automated within the next decade. Routine
administrative tasks, such as payroll processing and applicant tracking, are most likely to be fully
automated in the near future. This automation is having a substantial impact on the transformation of the
HR landscape (8 = 0.386, p < 0.001). The majority of organizations (73%) have implemented Al-focused
training programs for HR professionals, recognizing the need for new skills in the Al era. Data analysis
and interpretation, along with Al and machine learning basics, emerged as the most critical skills for HR
professionals to develop. Our analysis shows that these initiatives significantly contribute to the
transformation of the HR landscape (8 = 0.359, p < 0.001). The integration of Al is creating new roles
within HR departments. HR Data Scientist and Al Ethics Officer are the most anticipated new positions.
These emerging roles have the strongest effect on the transformation of the HR landscape among our
studied factors (f = 0.432, p < 0.001). The study revealed significant concerns among HR professionals
regarding Al adoption, 1) Job Displacement: 75% of respondents expressed concern about Al potentially
displacing HR jobs. 2) Data Privacy: 80% agreed that Al-driven HR processes raise significant data
privacy concerns. 3) Bias in Decision-Making: 68% believed that Al could introduce bias in hiring and
promotion decisions. 4) Performance Evaluations: 65% felt uncomfortable with AI's role in performance
evaluations. 5) Trust in Al: Only 20% of professionals trust Al to make fair decisions about employee
career progression, with 50% actively distrusting Al in this context.Our combined model demonstrates
that automation, reskilling initiatives, and emerging roles collectively explain 68.2% of the variance in the
transformation of the HR landscape, indicating a profound and multifaceted change in the field.

Implications for HR Professionals and Organizations

These findings have several important implications for HR practitioners and organizations:

1. Strategic Shift in HR Functions: As Al automates routine tasks, HR professionals must prepare to
focus more on strategic, value-added activities that require human judgment and creativity.

2. Urgent Need for Skill Development: With only 53% of respondents feeling prepared for emerging
Al-driven roles, there is a pressing need for more comprehensive and effective Al-focused training and
development programs in HR departments.

3. Ethical Considerations: The high anticipation for Al Ethics Officer roles highlights the growing
importance of addressing ethical concerns in Al implementation, including data privacy and potential
bias in decision-making processes.

4. Organizational Readiness: Organizations need to prepare for a significant restructuring of their HR
departments, potentially including both increases and decreases in headcount, to accommodate new
Al-driven roles and processes.
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Limitations and Future Research

While this study provides valuable insights, it has some limitations. The cross-sectional nature of the
research captures perceptions at a single point in time, which may change as Al technology evolves.
Additionally, the study focused on HR professionals' perceptions and expectations, which may differ from
actual outcomes as Al integration progresses.Future research could benefit from longitudinal studies to
track the actual impact of Al on HR practices over time. Additionally, case studies of organizations
successfully implementing Al in HR could provide more detailed insights into best practices and
challenges. Further investigation into the ethical implications of Al in HR, particularly regarding data
privacy and decision-making fairness, would also be valuable.In conclusion, this study underscores the
profound and multifaceted impact of Al on the HR landscape. As organizations navigate this
transformation, they must balance the benefits of automation with the need for human expertise, ethical
considerations, and continuous skill development. The future of HR lies in successfully integrating Al
technologies while maintaining the human touch that is central to effective people management.
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